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AGREEMENT
between
THE CITY OF RENO - NEVADA
and

INTERNATIONAL UNION OF OPERATING ENGINEERS,
STATIONARY LOCAL #39, AF1-CIO

{Non-Supervisory Unit)

PREAMBLE

This AGREEMENT, entered into by the CITY OF RENO, hereinafter referred to as
the City, and the INTERNATIONAL UNION OF OPERATING ENGINEERS, STATIONARY
LOCAL #39, AFL-CIO, hereinafter referred to as the Union, has as its purpose the
promotion of a responsible labor relations policy between the City and the Union; the
establishment of a procedure to orderly and equitably dispose of grievances and
complaints; and to set forth the full and entire understanding of the parties regarding rates
of pay, hours of work, and other conditions of employment.

ARTICLE . RECOGNITION AND COVERAGE

A.  RECOGNITION

1. The City recognizes the Union as the sole and exclusive bargaining agent for
all regular full-time, regular part-time employees and certain regular limited appointment
employees as identified in Article XIX, Limited Appointments and as may be modified by
the parties during the term of this agreement in the Non-Supervisory Unit.

2. The Union recognizes the City Manager or hisfher designee(s) as the

negotiating representative(s) for the City and shall negotiate exclusively with him/her or
his/her designee(s), except as otherwise specifically provided in this Agreement.

B. COVERAGE OF EMPLOYEES

1. The Non-Supervisory Unit consists of all City employees as stated in the
listing of classes set forth in Appendix A of this Agreement.
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2. This Agreement applies only to employees in the above described
representation unit.

3. it is understood that the composition of the above described representation
unit is subject to change.

ARTICLE Hl. EMPLOYEE RIGHTS

A. GENERAL PROVISIONS

1. Any employee, except for those employees designated as confidential, in a
classification listed in Appendix A of this Agreement has the right to the full benefits and
protections of this Agreement as may be generally provided or set forth in this Agreement;
except that,

2. Any employee dismissed from City employment while serving an initial
probationary period shall not have the right to appeal such dismissal.

B. UNION MEMBERSHIP

1. Any employee, except for those employees designated as confidential, in a
classification listed in Appendix A of this Agreement has the right to join or not join the
Union without fear of intimidation, coercion, or reprisal by any party.

2. The City agrees to notify the Union of all new employees covered under the
Agreement within three (3) days of distributing the first pay check.

C. EMPLOYEE FILES

1. The City shall keep a central personnel file for each employee. Departments
and. divisions may also keep formal personnel files. In addition, supervisors may keep
working personnel files.

2. The City and the Union recognize that employee personnel files should be
maintained on a confidential basis.

3. Access fo personnel files shall ordinarily be restricted o the employee and
those individuals directly responsible for the supervision and administration of the
employee, or those City employees in authority with a legitimate need to know.

4, Upon appropriate request, an employee may inspect his central or formal
dapartmental and/or divisional personnel file subject to the following:

a. Routine inspection of the file(s) may only take place within the
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calendar month of the employee's hire date;
b. Non-routine inspection of the file(s) may take place:

(1)  When an employee has made application for a job, provided
that such inspection must occur within thirty (30) calendar days
of the filing of the employment application, or

(2) When an employee has an active, written grievance on file.
The employee may have a representative present during such
inspection.

5. Upon appropriate request, an employee may obtain copies of materials in the
central or formal departmental and/or divisional files. The employee shall bear the cost of
duplication.

6. Pre-employment information, e.g., reference checks and responses, copies of
civil service testing materials, and information provided the City with the specific request
that it remain confidential, shall not be subject to inspection or copying.

7. Employees shall be notified when a formal, written warning is placed in the
central or formal departmental and/or divisional files.

8. The employee may present evidence in support of a request that material be
removed from his central, deparimental or divisional personnel file if he believes the
material to be inaccurate or misleading. With respect to material contained in the formal
departmental or divisional file, the decision to remove the material shail be made by the
Department Head. With respect to material contained in the central personnel file, the
decision to remove the material shall be made by the Labor Relations Administrator after
considering the evidence presented by the employee and the recommendation of the
Department Head. The provisions of this paragraph shall not be subject to the
grievance/arbitration procedure.

D. DISCIPLINARY RECORDS

Upon written request from the Union on behalf of the employee to the Human
Resources Department, records of disciplinary actioni shall be sealed in the central
personnel files when there has been no recurrence of misconduct in accordance with the
following schedule:

a. Wiritten reprimands shall be sealed after one (1) year from the date of
issuance if there has been no recurrence.
b. Suspensions of less than five (5) days shall be sealed after two (2) yedrs
City of Reno and Local 39 Non-Supervisory Unit Page 3
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from the date of issuance if there has been no recurrence.

C. Suspensions of five (5) days or more shall be sealed after five (5) years from
the date of issuance if there has been no recurrence.

The schedule for sealing disciplinary records shall not apply to discipline for
misconduct involving moral turpitude, or violations of sexual harassment and/or
discrimination policies or laws. Sealed disciplinary records may be accessed by the City
Attorney. The City will notify the Union when the record has been sealed as requested.

E. EMPLOYEE PARKING

In the event employees begin to incur expenses for parking in the future, the City
and the Union agree to meet and confer to discuss the impact of said expenses.

ARTICLE Ill. UNION RIGHTS
A. PAYROLL DEDUCTION

1. The City agrees to deduct from the biweekly wages of each Union Member
the authorized deduction for Union dues and assessments and for Union per capita

payments.

a. Such authorized deduction must be individually and voluntarily
executed in writing by the employee in a format agreed upon by the
City and the Union.

(1)  Such authorized deduction can be executed at any time during
the life of this Agreement to become effective on the first full
pay period after five (5) days prior submission to the
appropriate City agency.

(2) Within sixty (60) days of the signing of this Agreement, the
Union shall notify the City by certified mail of the amount to be
deducted for Union dues and assessments and for Union per
capita payments, said deductions to become effective the first
full pay period following receipt of the Union's notice.
Thereafter, the Union shall provide the City notice by certified
mail of the amount to be deducted during the term of the
Agreement with payment to become effective by the first full
pay period following receipt of the Union’s notice.

(3) The City agrees to continue to honor all such authorized
deductions presently in-effect.
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following:

2.

b. Such authorized deduction shall remain in full force and effect for the
duration of this Agreement between the City and the Union unless cancelled in writing by
the employee in a format agreed upon by the City and the Union, and subject to the

(M

(2)

)

(4)

Such cancellation can only be made during an annual fifteen
(15) day period from June 15 through June 30. The employee
shall make notification of such cancellation by certified letterto
the Union and the City postmarked during this time period.

If the number of cancellations is in an amount sufficient to
show that the Union no longer has the support of a majority of
the bargaining unit, then the City may withdraw recognition
from the Union and provide for a representation election, if
warranted, as soon as may be reasonable.

If an organization other than the Union is certified as the new
bargaining agent, then all deductions will cease and the
certified bargaining agent shall assume any and all rights and
obligations relative to representation.

The payment of dues deductions shall not be deemed by the
Local Government Employee/Management Relations Board to
show majority support if a cancellation notice has been
properly filed with the City pursuant to A.1.b.(1) above.

C. The employee's earnings must be regularly sufficient after required
deductions are made to cover the amount of appropriate Union
deductions. When the employee's wages are not sufficient to cover
the full employee withholding, no Union deductions will be made.

d. If state law is changed to permit agency shops or fair share
deductions, the parties agree to open negotiations with regard to
those changes.

The City agrees to deduct from the biweekly or monthly wages of each Union

member the authorized dedugtion for a Union authorized insurance and benefit program,
subject to the provisions of paragraph "a" and "b" above, except that cancellation of stich
program may be made at any time to take effect on the next full pay period after five (5)
days prior submission to the appropriate City Agency.

3.

The City agrees not to honor any check-off authorizations or dues deduction

authorizations executed by any employee in the aforementioned bargaining unit in favor of
any other labor organization or organization representing employees for purposes of
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negotiation or providing for wages, hours, and working conditions, and other fringe benefits
for its members.

4. The Union agrees to indemnify, defend and hold the City harmless against
any and all claims or suits that may arise out of or by reason of action taken by the City in
reliance upon any authorization cards submitted by the Union to the City. The Union
agrees to refund to the City any amounts paid to it in error on account of the payroll
deduction provisions upon presentation of proper evidence of error or mistake.

5. The City agrees to deduct from the biweekly wages of each employee in the
aforementioned bargaining unit the authorized deduction of such funds as he/she may
specify for the City of Reno Credit Union, U.S. Savings Bonds, United Way, Operating
Engineers Local #3 Credit Union, the authorized Health Plan or such other purposes as the
City may hereafter approve.

B. UNION COMMUNICATIONS

1. The Union may use City conference rooms and similar building facilities for
meetings with employees in the unit it represents; may post material on bulletin boards
provided to serve employees in the unit it represents; and may visit work locations to confer
with its members regarding grievances or other business within the scope of representation
or as otherwise provided for in this Agreement.

a. Use of City meeting facilities requires reasonable advance notice to
the appropriate City official and is subject to prior scheduling.

b. The Union shall be entitled to reasonable use of bulletin boards at
work locations where they are established or where they may be
located as agreed upon by the Union and the appropriate department
head. The Chief Steward of the area or the Union Business
Representative shall have the responsibility to update and maintain
the bulletin boards.

c. Duly authorized representatives of the Union shall be permitied to
enter offices to fransact business within the scope of representation
and to observe conditions under which employees are employed
and carry out their responsibilities; provided, however, that Union
representatives shall, upon arrival at the facility, notify the person in
charge of the areas he wishes to visit. Access shall not be
unreasonably denied. If denied, the reason or reasons for denial must
be stated.

2. The Union may include notices with the payroll checks only when approved
by the City Manager or his/her designee.

City of Reno and Local 39 Non-Supervisory Unit Page 6
Labor Agreement — July 1, 2011— June 30, 2015



C. UNION REPRESENTATION AND RELEASE TIME

1. The City recognizes and agrees to deal with designated stewards and
representatives of the Union on all matters relating to discipline, grievances and the
interpretation, application or enforcement of the express terms of this Agreement.

a. The Union may designate seven (7) Chief Stewards from the
Non-Supervisory Unit to be assigned as determined by the Union as
specified in Appendix B.

b. The Union shall furnish the City in writing with the names of all
Representatives and Stewards immediately after their designation.

2. At the request of the Union, Chief Steward(s) may be allowed reasonable
time off without loss of pay to represent the Union in meetings with any formal City body or
with representatives of the City for purposes deemed appropriate by the City and the
Union.

3. Effective July 1, 2006, the City will provide a pool of thirty two (32) hours
release time with pay per fiscal year for Chief Steward's training, provided that the City is
given at least thirty (30) days advance written notice.

4. Upon the request of an aggrieved employee, a Representative of the Union
orthe Chief Steward may investigate the specific grievance, provided that the employee is
in the Chief Steward's assigned area of responsibility and the Chief Steward assists in its
presentation.

a. A Chief Steward shall be allowed reasonable time for this purpose
during working hours without loss of pay, subject to prior notification
and approval of their supervisor.

b. If the Chief Steward requests to [eave the work site, they shall keep to
a minimum the time spent in fulfilling their duties.

5. It shall be the responsibility of all Chief Stewards to discuss first with the
affected employee's immediate supervisor any question regarding interpretation or
application of this Agreement.

6. Any employee who is a real party in interest or who is subpoenaed as a
Union or City witness in matters relating to employee-employer relations shall be released-
with pay by the City for reasonable periods of time spent concerming such matters,
provided that:

a. The employee(s) have the prior approval of the City Manager or
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his/her designee (such approval will not be unreasonably denied).

b. The time released with pay is during the employee's normally
scheduled working hours.
C. No overtime shall be paid as a resuli of an employee's participation in
such matters.
7. Within six {6) months prior fo the expiration of this Agreement the Union,

subject to reasonable notice to the City, may request a total of sixty four (64) hours of paid
release time from a pool to be used by area representatives as defined in Appendix B. for
preparation for upcoming Agreement negotiations. Said time shall be coordinated through
the City’s Labor Relations Administrator for coordination with the various City Departments.

ARTICLE IV. MANAGEMENT RIGHTS

A GENERAL PROVISIONS

1. Allrights, functions and responsibilities of the City not specifically modified by
this Agreement shall remain the vested functions of the City.

2. This Agreement is not intended to restrict discussion with the Union regarding
matters within the scope of the City's Management Rights.

B.  SPECIFIC PROVISIONS

1. The City is entitled to the sole right and authority to operate and direct the
affairs of the City in all its various aspects. Those rights include but are not limited to the
following:

a..  The right to hire, direct, assign or transfer an employee, but excluding
the right to assign or transfer an employee as a form of discipline.

b. The right to reduce in force or lay off any employee because of the
lack of work or lack of funds. In exercising this right, the local
government employer shall comply with all other applicable provisions
of the Nevada Revised Statutes, if any.

c. The right to determine:

(1)  appropriate staffing levels and work performance standards
except for safety considerations.

(2) the content of the workday, including without limitation work
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load factors, except for safety considerations.

(3) the quality and quantity of services to be offered to the public;
and

(4) the means and methods of offering those services.
(5) the safety of the public.
d. The right to maintain the efficiency of its governmental operations.
2. Notwithstanding the provisions of this Agreement, the City has the right to
take whatever actions may be necessary to carry out its responsibilities in situations of

emergency such as a riot, military action, natural disaster or civil disorder.

ARTICLE V. GENERAL PROVISIONS

A. STRIKES AND LOCKOUTS

1. No lockout of employees shall be instituted by the City during the term of this
Agreement.

2. The Union agrees that during the term of this Agreement neither it nor its
officers, employees or members will engage in, encourage, sanction, support, or suggest
any strikes, work stoppages, boycotts, slow downs, mass resignations, mass absenteeism,
picketing or any other similar actions which would involve suspension of, or interference
with the normal work of the City.

3. In the event that Union members participate in such activities in violation of
this provision, the Union shall notify those members so engaged to cease and desist from
such activities and shall instruct the members to retumn to their, normal duties.

B. DISCRIMINATION

1. The City will not unlawfully interfere with or discriminate in any way against
any employee by reason of his/her membership in the Union or participation in any activity
approved by this Agreement, nor wilt the City unlawfully discourage membership in the
Union or encourage membership in any other employee organization.

2. The Union, in tum, recognizes its responsibility as exclusive bargaining agent
and agrees fo represent all employees without discrimination, interference, restraint, or
coercion.

3. The provisions of this Agreement shall be applied equally to all employees,
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without discrimination as to physical or mental disability, age, sex, marital status, religion,
race, color, creed, sexual orientation, national origin, or political or Union membership.

4, The City and the Union shall share equally the responsibility for applying this
provision of the Agreement. Allegations of Union membership discrimination are subject to
the grievance procedure; all other allegations of discrimination shall be excluded from the
grievance procedure and shall be heard by the appropriate City department and/or the
appropriate State and/or Federal agency.

C. SAVINGS CLAUSE

1. In the event that any provision of this Agreement is or shall be rendered
invalid by applicable legislation or be declared invalid by any court or regulatory agency of
competent jurisdiction, such action shall only invalidate that provision of the Agreement.

2. It is the express intention of the City and the Union that all other provisions
not rendered invalid shall remain in full force and effect, and that the parties shall enter into
negotiations to bring the invalid section or sections into compliance.

D. POLYGRAPH TESTING

The City may request but shall not require an employee to submit to a polygraph
examination. Should the employee agree, the employee shall be informed of the topic of
the examination and provided twenty-four (24) hours notice of the examination.

ARTICLE VIL. GRIEVANCE PROCEDURE

A. PURPQOSE

1. This grievance and complaint procedure shall be used to process and resoive
grievances and complaints arising under this Agreement.

2. The purposes of this procedure are:
a. To resolve grievances and complaints at the lowest possible level;
b. To provide an orderly procedure for reviewing and resolving

grievances and complaints promptly.
B. DEFINITIONS
1. A "grievance" is a dispute by one or a group of employees, or a dispute

between the Union and the City involving the interpretation, application, or enforcement of
the express terms of this Agreement.
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2. As used in this procedure the term "party and/or grievant” means an
employee, the Union or the City.

3. Forthe purpose of the Article, a business day is defined as Monday through
Friday exclusive of holidays.

C. TIME LIMITS

1. Each party involved in a grievance or complaint shall act quickly so that the
grievance/complaint may be resolved promptly.

2. Every effort should be made to complete action within the time limits
contained in the grievance or complaint procedure, but with the written consent of all
parties the time limitations for any step may be extended.

D. REPRESENTATION

The grievant may be represented at any of the specified steps of this grievance
procedure by the Union Representative.

E. APPLICATION

1. Grievances as defined above in Section B shall be processed through this
procedure.
2. Complaints that are outside the definition of a grievance may be processed

through Step 2 of this Article, but not subject o arbitration.

3. Appeals for all discipline, excluding written reptimands, shall be processed
through this procedure. Written reprimands shall be processed through Step 2.

4, All comptaints involving or concerning payment of compensation shall be filed
in writing and no adjustments shall be retroactive for more than six (6) months from the

date of filing.
F. RESPONSE

1. At each step of the grievance procedure, a copy of the decision shall be sent
to the Union at the same time the decision is sent to the grievant.

G. GRIEVANCE PROCEDURE

Step 1. Within ten (10) business days of knowledge of the occurrence the grievant
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shall present a signed, written grievance on the prescribed form to the Department Head.
The Department Head or Designee shall within ten (10) business days after receipt of the
written grievance, contact the Union to schedule a meeting. Within ten (10} business days
after the meeting, the Department head or Designee shall issue a written decision.
Should the Department Head/Designee fail to issue a decision pursuant to the above
guidelines, the Union may proceed to the next step of the grievance procedure.

Step 2. In the event the recommendation of the Department Head/Designee is not
accepted by the Union, within ten (10) business days following receipt of answer from Step
1, the Union may submit the grievance to the City Manager. Within ten (10) business days
following receipt, the City Manager or Designee shall issue a written decision. Should the
City Manager/Designee fail to issue a decision pursuant to the above guidelines, the Union
may proceed to the next step of the grievance procedure.

Step 3. Within ten (10) business days of receipt of the City Manager's decision, the
Union may submit the grievance to arbitration. Once the grievance has been submitted to
arbitration, a representative from the Human Resources Department and the Union shall
meet within thirly (30) business days in an effort to resoive the grievance.

H. ARBITRATION

1. If the City Manager's decision is unacceptable to the Union, the City and the
Union may agree upon an arbitrator who is experienced, impartial, disinterested and of
recognized competence.

2. If the parties are unable to agree upon an arbitrator, a request for a list of
seven (7) arbitrators shall be made to the American Arbitration Association by either party
and the parties shall be bound by the rules and procedures of the American Arbitration

Association.

3. The party requesting arbitration shall strike the first name and each party in
turn shall strike a name until one name remains.

4, Costs and expenses of arbitration shall be borne equally by the parties;
however, each party will pay their own expenses in preparation for any arbitration hearing.

5. All hearing(s) held by the arbitrator shall be in closed sessions and no news
releases shall be made concerning progress of the hearing(s).

. DECISION

1. The decision of the arbitrator shall be final and binding.

2. The arbitrator shall have no authority to add to, delete, or alter any provisions
City of Reno and Local 39 Non-Supervisory Unit Page 12
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of this Agreement, but shall limit his/her decision to the application and interpretation of its
provisions.

J. WITNESSES

1. Prior to the arbitration hearing, the Union shall furnish the City with a list of
witnesses it desires to call who would be working otherwise.

2. The parties will be reasonable in the scheduling of time off to accommodate
both the operations of the City and the grievant's fair hearing.

3. The City will assume no overtime fiability as a result of a grievant's or
witness's testimony.

K. CITY INITIATED GRIEVANCE

1. In the event that the City initiates a grievance agalnst the Union, it will be
forwarded in writing by the appointing authority or designee to the Union.

2. Within ten (10) business days from the receipt of the grievance the Union will
meet with the City in an attempt to resolve the grievance.

3. Should the parties not be able to resolve the grievance at this meeting, the
Union will have ten (10) business days from the day of the meeting to respond in writing.

4. Should no satisfactory agreement be reached, the City may proceed with
arbitration as set forth in Section H above.

ARTICLE VII. DISCIPLINE/DISCHARGE
A. PURPQSE

1. All discipline shall be for just cause. Further, it is the purpose of this Article to
provide for an equitable and expeditious manner for the resolution of disputes arising from
the imposition of discipline.

2. The Supervisor, Manager and/or Department Head will evaluate each
incident on its own merit and determine the appropriateness of disciplinary action following
City policy on corrective action/progressive discipline. Disciplinary action will be initiated at
the level most appropriate based on evaluation of the merits and the severity of the
incident.
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B. DEFINITIONS

1. "Just cause" for any discipline as defined in this Article is subject to appeal
and review under Article V1, Grievance Procedure, except as provided in Section D below.

2. The term "discipline” as used in this Article shall include discharge, demotion,
suspension and written reprimands.

C. GENERAL PROVISIONS

1. An employee who reasonably believes that an interview or discussion will
result in disciplinary action against him/her shall have the right to request that a Chief
Steward or Union Representative be present during the interview or discussion. In
instances where the employee has requested representation pursuant to the above, the
employee shall be afforded fair opportunity to arrange for such representation.

2. The City and the Union agree that émployee evaluations should not be used
in lieu of disciplinary measures.

3. [f the City decides to use a tape recording device, the City shall use two (2)
tape recording devices and provide one (1) tape to the employee.

D. WRITTEN REPRIMANDS

1. A written letter of reprimand shall only be subject to review through the City
Manager or his designee and not subject to arbitration.

2. Upon completion of the review, the City Manager or his designee may
withdraw, modify or affirm the written reprimand.

3. Within thirty (30) calendar days of the final disposition by the City Manager or
_his designee, the affected employee may submit a written statement responding to the
reprimand and such statement shall be included in the official personnel file.

4, Such written responses shall remain in the official personnel file for as long
as the reprimand remains in the file.

5. Within thirty (30) calendar days of the receipt of a written reprimand, an
employee who is not appealing to the City Manager may submit a written statement
responding to the reprimand and such statement shall be included in the official personnel

file.
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E. EMPLOYEE OPTION

1. Each regular employee who is covered by Civil Service regulations and who
has been disciplined shali, except for written reprimands, have the option of pursuing the
, grievance-arbitration procedures set out in Article VI of this Agreement or Civil Service
remedies where applicable.

a. Any employee choosing to pursue the remedy under Civil Service
waives his/her right to pursue the remedy under Article VI and such
remedy shall no longer be available to that employee.

b. An employee pursuing an appeal under Article VI waives his/her right
to pursue Civil Service remedies. An employee who appeals under
Article V1 shall begin at Step 1 within ten (10) work days following the
notification of discipline.

F. PRE-DISCIPLINARY HEARING

1. Any employee being suspended five (5) or more days, demoted, or
discharged shall have the opportunity to respond to the specific charges and present
evidence on his/her behalf in a pre-disciplinary hearing before the Departiment Head or
his/her designee prior to implementation of the disciplinary action.

2. The employee shall have the right to be represented at this hearing by a
Union Representative.

3. The City will follow legal requirements including Skelly and Weingarten for
any applicable disciplinary actions or hearings.

ARTICLE Viil. HOURS OF WORK AND OVERTIME

A. HOURS OF WORK

1. Regular full-time employees of the City will normally work five (5) days, forty
(40) hours per week, eight (8) hours per day, fifty-ftwo (52) weeks per year, including
authorized absences with pay.

2. A work day is defined as one, eight (8) hour period commencing at the
employee's reporting time and ending at the completion of their shift, inclusive of two (2)
rest periods but exclusive of meal periods. For every extension of four hours, employees
will receive an additional rest period.

a. Such rest periods shall not be scheduled within one (1) hour of the-
employee’s starting time, quitting time or meal breaks unless
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otherwise agreed to by the City and the Union.

Employees may combine one rest period with the meal break if
approved by the Department head or designee.

b. All employees normally shall be allowed a lunch period of not less
than thirty (30) minutes nor more than one (1) hour which shall be
scheduled generally in the middle of the work shit.

C. Public Safety dispatchers, and Community Service Officers shall
receive a thirty (30) minute paid lunch.

3. Employees working a five (5) day, forty (40) hour week shall receive two (2)
consecutive days off in the work week unless otherwise approved by the employee and the
City or due to a permanent work schedule change. Employees working a four (4) day, ten
(10) hour shift shall generally receive three consecutive days off, unless by mutual
agreement.

4. When an employee is ordered by the City to attend training, the time spentin
training (classroom training and/or compulsory homework assignments) shall be counted
as hours worked. Training which takes place during off-duty hours with attendance

voluntary is not hours worked.

5. Regular employees shall be given at least fifteen (15) working days written
notice and probationary employees shall be given at least ten (10) working days written
notice prior to a permanent change in their assigned hours of work, unless due to an
emergency or unless mutually agreed to by the City and the Union.

6. Notwithstanding "1" above, employees of a specific section, unit, division or
department may work a modified work week, subject to approval by the City and the Union.

7..  Nothing contained herein shall be construed as limiting or preventing the City
from establishing other work shifts when mutually agreed to by the City and the Union.

8. Alternate work schedules may be agreed to by the Union and the City,
subject to approval by the Department Head and the City Manager.

B. OVERTIME AND COMPENSATORY TIME:

1. The City Manager or a depariment head may require an employee to work
overtime.
2. Employees will be compensated only for overtime ordered by authorized

supervisory and/or management personnel.
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3. Employees required fo work in excess of forty {40) hours per week shall be
compensated for such overtime with pay at one and one-half (11%) times the employee's
regular hourly rate for each quarter (1/4) hour or major portion thereof, or, at the request of
the employee and approval of the department head, by compensatory time off on the basis
of one and one-half (11%) hours off for each hour of overtime worked for each quarter (1/4)
hour or major portion thereof.

a. If the department is unable to schedule and grant time off within six
(6) months from the date the overtime was performed, cash payment
shall be made in lieu of compensatory time.

b. Management will not be unreasonable in the scheduling of
compensatory time and will consider the employee’s request and the
operating demands.

c. No employee shall be permitied to accumulate over one hundred
twenty (120) hours of compensatory time.
4. Absence with pay shall be counted as time worked.
5. Part-time employees shall be compensated for overtime at their regular

hourly rate for each hour worked in excess of their normal workday or week; provided,
however, for work performed in excess of forty (40) hours per week, they shall be
compensated as provided in "3" above,

6. Employees who work overtime shall promptly and accurately report such time
in the manner prescribed by the City.

7. The City agrees to make a reasonable effort to distribute overtime among
employees in the same work unit insofar as circumstances permit. For the Public Works
Corp. Yard, the City shall, on a quarterly basis, provide and post a quarterly record of all
overtime hours offered and all overtime hours worked by bargaining unit personnel, for all
employees to be available to review. For the purpose of this record, ali overtime hours
offered but not worked shall count as hour(s) offered but refused.

8. The City agrees to mai(e a reasonable effort in assigning overtime work to
employees on a voluntary basis if practical.

9. All overtime work will be assigned at the beginning of the workday whenever
reasonable and practical.

10. Employees required to work on a holiday shall receive, in addition to straight
time pay for the holiday, overtime compensation pay at one and one-half (112) times the
employee's regular hourly rate for each quarter (1/4) hour or major portion thereof.
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C. STANDBY AND CALL BACK ASSIGNMENTS

1. Any employee who is required to remain on standby shall be compensated
for each hour the employee is in standby status at the rate of one-fifth (1/5th) hour pay at
the employee's regular hourly rate.

2. An employee assigned to standby shall not be required to remain at home but
shall be issued and will carry a pager or, in the event the camying of a pager is impractical
orunavailable, the employee shall be responsible for keeping hisfher department informed
where he/she may be reached by telephone during said standby time. When assigned to
standby, the employee shall remain in such proximity to work that he/she may reasonably
report for duty within forty five (45) minutes of notification.

3 An employee who is called to work shall be compensated for all hours worked
at the appropriate rate of pay, with a minimum guarantee of two (2) hours unless the call
back merges with the employee's regular shift.

4, Any employee called in to work shall be paid travel time o and from the
employee's "called in to work" assignment and the location from which the employee
responds. Itis understood that if the employee's work performed abuts his/her regular work
shift or previously scheduled overtime, travel time will not be paid.

5. All pay earned shall be added to the payroll for the period during which the
work was performed.

ARTICLE IX. SALARIES
A. SALARY PAYMENT

1. All empldyees shall be paid on each biweekly Friday.

2. Those employees whose normal work sched ule does notinclude Fridays may
pick up their paychecks on the preceding Thursday after 2:00 p.m.

B. SALARY ADMINISTRATION

1. Administration, Confirmation and Probationary Period
a. The City Manager or his/her designee shall be responsible for the
administration of salaries in accordance with the provisions of this
Article.

b. An employee shall be eligible for confirmation upon successful
completion of a probationary period, not to exceed twelve (12) months
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with the exception of 6. below.

c. Those classifications, as of July 1, 1985, which have a six (6) month
probationary period may be changed by mutuat consent of the City
and the Union.

2. Salary Rate Upon Initial Appeointment

a. Upon initial appointment, the entrance rate will be the minimum rate of
the range for the class of the position involved.

b. Employees hired on or after July 1, 2013 will begin at Step “0”, which
is set 5% below Step “1” and incorporated on the Salary Schedule as

shown in Appendix D-2.

c. In exceptional cases where an applicant for a position may have
qualifications distinctly above and beyond the minimum qualification
requirements for the class, or in cases where recruiting efforts have
failed to fill a position at the minimum rate, the City Manager or his/her
designee may authorize entrance at a rate above the minimum rate.

d. In cases of inability to recruit at the minimum, any current employees
in positions of the same class whose rates are below the rate
established as entrance rate, shall have their pay adjusted to the rate
at which the position was finally filled.

3. ISalarv Rate Upon Promotion

a. Upon promotion to a position of a higher class, the employee's rate
shall be the minimum rate of the range of the position to which
promoted, or that rate within the range which is ten percent (10%)
above the former rate, whichever is higher, not to exceed the top of

the range.

b. Probationary employees promoted to a position of a higher class in
the same series prior to completion of his/her probationary period will
be considered a regular employee of the City, and the balance of
probationary period of the previous classification shall be waived.

C. An exception to the subsection 3. is set out in subsection 6. below.

4, Salary Rate Upon Demotion

a. Upon involuntary demotion, the rate of pay in the lower range shall be
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set by the appointing authority.

b. Upon demotion for failure to complete a promotion probationary
period, the employee shall be placed in their former range at their
previous rate, but shall be increased by any step increases the
employee would have received. The resulting salary rate shall be
effective on the date of demotion.

C. Upon demotion at the request of the employee, salary shall be
reduced corresponding to the rate last held by the employee in the
lower range prior to his/her promotion from that level, but shall be
increased by any step increases the employee would have received.

5. Performance Step Increase

a. An employee who successfully completes two thousand eighty (2080)
hours of satisfactory service, excluding overtime, after Initial
appointment or promotion to a positlon, shall be eligible for an
increase and yearly thereafter, if appropriate, based upon the
completion of successive two thousand eighty (2080) hour periods,
excluding overtime with the exception of 6. below.

b. To be eligible for a performance step increase, the employee must
meet a satisfactory level of performance and competence since the
last year’s evaluation.

c. If the advancement is delayed due fo any performance or
competence considerations, the effective anniversary date will also be
delayed. However, if the delay was due to clerical or administrative
delay or mistake, the proper adjustment shall be made retroactive to

the date it was due.

d. In the event that an employee is denied a performance step increase,
the employee and the Union will be informed in writing of the specific
reasons for such denial and may within ten (10) working days of such
notification request in writing a review before his/her department head
or designee to discuss the reason for the denial.

(1)  Thereview shall be attended by the employse, the employee's
Union Representative, the supervisor, and the department

head or his/her designes.

(2) The decision of the department head or hisfher designee may
be appealed to the City Manager or his/her designee for a final
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decision.

e. If the performance step increase has not been paid, and there is no
denial of the performance step increase in accordance with sub-
paragraph d, above, at anytime after two (2) full pay periods following
the employee's anniversary date, the Union may notify the
Department of Human Resources in writing, with a copy to the
Department Head, and request award of the performance step
increase. Following notification from the Union, the Department Head
shall notify the Department of Human Resources, within one (1) full
pay petriod, if the employee's job performance is the basis for the non-
award. If there is no response within the specified time period, or if the
response indicates the delay is due to administrative oversight, the
Human Resources Department shall initiate the applicable
performance step increase.

f. Management will not be arbitrary or capricious in the denial of a
performance step increase.

d. A standard performance step increase shall be one step above the
employee’s present step in the assigned pay grade as provided in
Appendices D-1 through D-10.

h. For exceptional performance, the City Manager may approve a two
(2) step increase.

i. The decision to grant or deny a step increase is not subject to the
grievance procedure.

6. Public Safety Dispatchers

Effective July 1, 2013, the new classification of Public Safety Dispatch
Trainee G22, Step 0, shall be the entry level for initial hire. After successful completion of
a six (6) month training and probationary period, the employee will automatically move to
Public Safety Dispatcher G23, Step 0, and will serve a new twelve (12) month probationary

period.

C. REQUEST FOR JOB RECLASSIFICATION

1. Between November 1 and December 31, a department or an employee may
submit a written request for a job reclassification with a copy to the Human Resources (HR)
Department and a copy to his department head.

2. Between January 1 and February 1, the HR department will schedule a
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classification advisory commitiee to review the reclassification appeals and submit
recommendations to the City Manager for inclusion in the budget for the next fiscal year.

3. The City Manager shall make the final decision.

4, There is no appeal of the City Manager’s final decision.

5. During the term of the 2006/2011 Agreement, if a classification
fcompensation study recommends an increase in the salary of the Engineering
Technicians, those employees whose positions are reclassified and/or whose salaries are

increased shall receive such salary increase retroactive to July 1, 2006.

D. LONGEVITY PAY

In lieu of longevity, the parties have agreed to substitute a deferred compensation
benefit as more specifically set out below.

E. DEFERRED COMPENSATION

1. The City shall contribute One Dollar ($1.00) for each One Dollar ($1.00)
deferred and invested by the employee in the City approved Deferred Compensation
grogram, up to a maximum City contribution equal to two and one-half percent (2.5%) of
the employee's biweekly base wage not to exceed a total City contribution of one-half of
the limit established by Federal Law. Effective midnight June 30, 2015 this reverts fo five

percent (5.0%).

2. An employee may convert all or part of the City's biweekly contribution to
assist with certain insurance premiums or day care payments.

F. SHIFT DIFFERENTIAL

1. Effec